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ABSTRACT

1. This study compares test characteristics and
job performaﬁce of:Cereér Trainees with other Agency professionals
(non-CTs). Male CTs and non-CTs in professional level joﬁs
~who EODed during FY63-67 constituted_the groups studied;

2. On all measures of intellectual abilities, the CTs
are clearly superior in average performance to the non-CTs.
Differences between the two groups on tested Work Preferences-
Attitudes clearly indicate that CTs were more eager to accept
the wide variety of job duties, demands, and conditions found
in the Agency. In the personality—temperament area, CTs
obtained scores suggesting they are, on the average, more ener-
getic, outgoing, and es?ecially_more'socially assertive than
non-CTs. .In regard to measures of vocationalrinterests, CTs
compared to non-CTs seem to have more developed and pronounced
interests in_secial service/administrative sorts of vocations.
They also seem to have strongef interests in the verbal
persausive and in the Verbal creative areas. Finally, CTs
have interesis more like those of Iﬂtelligence Officers——both
in operationé and ehalyst pbsitions——than do the non-CT pro-
fessionais.

3. On supervisory ratings of actual job performance,

CTs and non-CTs received essentially the same distribution
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of ratings. Moreover, on a scale designed to measure overall
job potential~--defined as the potential for making significant
contributions to the Aéency in the future--no differences

were found. However, on two scales requiring supervisors

to estimate an employee's advancement potential, striking
differences between CTs and non-CTs occurred. CTs are far
more likely tovbe seen as having the potential to make

Senior Level (GS-15) and Supergrade in the Agency. The
somewﬁat curious finding that these groups are seen as

having quite discrepant advancement potential, although

they are not seen as differing in overall job-performance

and potential, is discussed.

~
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In an effort to better understand the character and
quélity of the Agency Career Trainee population, extensive
comparisons were made between a sample of this group and
a sample of non-CT professional officers. These two Agency.
samples were compared on a §ariety of psychological tests
(PATB) and on supervisory ratings of job performance and
potenfial. It was felt that the inter-group similarities
and differences revealed by this research would contribute
to the definition of the concept of the CT.

STUDY SAMPLESf

The saﬁbles compared in this study consisted of all male
CTs and non-CTs who had EODed between FY 63-67 in professional
level jobs and on whom PATB results and supervisory ratings
were available. Entry level grades for the two groups rangea
from GS-7 through 12; neérly all were college graduates. At
the time job ratings were obtained--January, 1968--the diétri—
bution of grade leﬁels aﬁong the CTs and non-CTs was essentially
the same. A total of 3é6 CTs (60 Internals, 326 Externals) and

362 non-CTs were included in the intergroup comparisons.l

STUDY VARIABLES

" Psychological Test Variables:

The variables from the Professional Applicant Test Battery

S

IThe groups descfibed'above were originally included in the
survey of The Committee on Professional Manpower. This
committee was established by the Executive Director in late
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on which comparisons between groups were made included:

Supervisorvaob Ratings:

In all, six ratings, three of actual job performance and

three of potential, were made by the immediate supervisors

of the employees in the study samples. These rating 'scalés .
were designed to produce relatively more accurate measures
of an employee's performance and potential than would be

- expected from the existing Fitness Report system. Super-
visors Qere alerted to the usual sources of bias in preparing
Fitness Reports and, in addition, were assured that the
ratings they produced would be used for research purposes

only. They would not be shown to the employee nor made

part of his personnel record.

Full_descriptiqns'of all of fhe above tests and super-
visory ratings may be obtained from the Psychological

Services Staff.

Statistical Note:
'_ The statistical significance of differences in average

tested performance and job ratings of the CT and non-CT
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groups was determined from Z tests. Obtained Z's with
associated probabilities (P's) of less than 5% were
regarded. as statistically significant, i.e., reflecting
reliable, non-chance differences. An obtained difference
in average scores or ratings significant at the 5% level
could be expected to occur by chance alone fewer than
5 times in lOO.

It should be noted that differences which are statistically
significant may not necessarily be of much practical signifi-
canée or value. When large samples are involvéq in comparisons,
as was the case in this study, small absolute differences
in group averages may possess statistical significance,
but such results do not necéssarily provide a practical basis
for differentiating among individuals in the two groups.
RESULTS

Measures of Intellectual Abilities

Figure 1 shows the average profiles of the CT and
non-CT groups on the PATB measures of intellectual ability.
On all eight ability measures, the averages of the CTs are
ﬁigher, to a statistically significant degree, than those
of the non-CTs. The superiority of the CTs clearly exists
“for both verbal and non-verbal abilities, both reasoning
and word knowledge, both abstract and concrete problems.
.The sizes of'the mean differences on these tests are such
that,'particulérly when consideréd in combination; they

constitute a marked discrimination of the groups. On norms
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derived from a representétive sample of Agency eméloyees,

. the average score of the CTs on the intellectual meésures
would stand them at the 60th percentile. The non-CT
average intellectual test performance would fall at the
46th percentile.

Measures of Personality-Temperament

On the seven scale personality-temperament schedule,
group differences reaching statistical significance were
found in three cases. The CT group obtained scores suggesting

they are, on the average, more energetic, outgoing, and

especially more socially assertive than non-CTs. Differences
in group averages in the personality—temperament area are

far less pronounced than those in the intellectual or work
attitude areas.

Measure549£ Work Preferences ~ Attitudes

The Work Preference Schedule requires an individual to
indicate his degree of willingness to accept a wide variety
of job conditions and demands, particularly ones associated
| with the intelligence prefession. Generally speaking, |
this scheaule provides an index of the applicant's adaptability

and motivation to secure a career with the Agency.

The average scores of CTs and non-CTs on the Schedule

are presented in Figure 2. Significant differences between

the groups were found on eVery scale exce?t Mechanical
Perfprmances; 'it can be seen that CTs clearly and consist-
ently indicated, at the time of testing, the greater acceptance

of and preférénce for the wide variety of job demands found

‘in the Agenéy.' It should be pointed out that for
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both CTs and non-CTs the average profiles fell in what

is generally interpreted as the "adaptable" range.

Measures of Vocational Interests

This 1nventory, consisting of 45 scales, requlres
an individual to express his interests and preferences
in a variety ofiareasj—jobs, leisure time pursuits, social
relations, etc. The responses are compared with those of
groups ‘'of people actually in specific occupations. It is
assumed that, to the degree there is a match in interests
with a group in a given oecupation, the individual would
probably be suited for work in that or a related area.
Included as occupational reference groups are four Agency
groups—~Intelligence Officers, Personnel Officers, Security
Officers, and Logistics Officers.

It was found that CTs compared to non-CTs have more
developed and pronounced interests in social serviee/adminis~
trativevvocations. They also seem to have strenger interests
than the non-CTs in the verbal persuasive and in the verbal
creative areas. Non-CTs, by comparison, have interests more
in common with people in the scientific and outdoor technical
areas. Finally, on the Agency Intelligence Officer scale,
Wthh was developed on people in both operations and analy51s,
the CTs score hlgher, that 15, have interests more in common
‘with this combined group than do the non-CTs.

Language Aptitude

. Overall, CTs score at the upper end of the. "average" range,

non-CTs at the lower end, on the Language Aptitude test in PATB.

The difference is highly reliable.
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‘SUPERVISORY RATINGS OF JOB PERFORMANCE AND POTENTIAL

The six job ratings, three of perforﬁance, three of
potential, obtained on the CT and non-CT employees are
described below.

Employees were rated on overall job performance and
on the quantitative and qualitative aspects of that per-
formancg. Each of these ratings was made on a 7-point
scale modeled éfter the WAPSO system but with the addition
of a category between Strong and Outsténding and one between
Proficient and Strong. This was done to introduce greater
spread or variance among the ratings of employees.

The three potential meaéures included one of overall
potential, defined as the empléyee's potential for making
significant contributions in the future to the Agency, and
th'of advancement potential. The latter required the shperu
visor to indicate whether the employee in his judgment had the
potential for becoming a Senior Level officer--G8-15, (Yes or
No) and a Supergrade (Yes or No). Overall potential was
rated on a 5-point scale running from Weak to Outstanding.

Between CTs and non~CTs“there are no practically or
statistically significant differences on any of the three
ratings of job performance. Moreover, on the scale designed
to measure overall potential, no differences were found
betwéen grqups._-The avefage of the two groups én the three
performénce measurés fallé midway between a rating 6f
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"Between Strong and Proficient" and ”Strong."' On the overall
potential rating, group averages fall slightly below "Above
_Average.";

-On the two scales requiring supervisors to estimate
advancement potential, striking differences were found
between CTs and non-CTs. These differences are shown in
Figure 3. It can be seen that CTs are far more likely
than non~-CTs to be rated as having the potential to make
both Senior Level (77% to 53%) and Supergrade (35% to 18%).

The marked differences on rated advancement potential
are especially curious in light of the finding of no group
differences on any of the performance measures or on the
overali potential measure. Evidently in rating advancement
potential, supervisors are responding at lea;t in part to
an image or sterotype of the CTs which does not have demon-.
strable job performance correlates. This speculation led
us to questioﬁ whether CTs at every level of current job
performance enjoyed an edge over non-CTs in being viewed
as having the potential for making the highest grades.
Results of our analyses'are shown in Table 1. It was found
that at every performance level a gréater percentage of CTs
were seen as having the potential for becoming Senior Level
and Supergrade officers. H¢wever, this advantage was not
constant throughéut the perfbrmance range. The data in

the right-hand column of Table 1 indicate that at the extremes
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Teble 1
ADVANCINENT POTENTIAL AS A wUNCTION OF PERFORMANCE
. RATED SENLOR LEVEL ((S-15) POTENTTAL
PERFORMANCE : : : Difference
CATEGORY CT HOW-CT (CT ~ NON-CT)

QUTSTANDING;
BETWEREN STRONG 8% 90% &%
ARD QUDPSTARDING '

STRONG 93% 67% 26%

BETWEEN STRONG ~

AYD PROFICIENT 74 309 b

PROFICIENT; .

ADEQUATE;  ~ 36% 9% o274

WEAK -

OVERALL Wi T5GG” - TET
RATED SUFERGRADE POTENTIAL

PERFORIANCE : Difference

CATEGORY T NON~CT (CT - NON-CT)

OUTSTANDING; : :
BETWERN STRONG 71% 569 15%
AHD OUTSTAIDING :

STROHG ' 51.% 19% 324

BETWEEN STROAG _

AWD FROFICIENT 15% . 3% : ' 12%

ROFICIENT; ,

EDEQUATIE o 7% : 1% 6%

WEAK '

OVERALL , 354 e e
SECRET
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of the performance continuum CTs are given less of an
advantage than they aré in the middle range. This
suggests _“'that theiadvancement potential ratings of the
strongest and weakest'per.formers are made relatively
independently of the;ir status as CTs or non-CTs. It is in
the middle range of performance, where most employe.es fall,
that having CT status seems to have its greatest effect on

supervisory ratings.
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